As international corporate activities increase, the staffing of their operations involves more strategic concerns. However, foreign assignments have many differences, and dissatisfaction with host country is a known cause of expatriate failure. This study distinguishes from previous studies, which focused on the expatriate selection process from the viewpoint of the human resource managers. From the view of expatriate candidate's points, this paper describes a fuzzy analytic hierarchy process (fuzzy AHP) to determine the weighting of subjective judgments. When the expatriate assignments are evaluated from various aspects, such as employee personal factors, employee competencies, job characteristics, family factors, environmental factors and organization relocation support activities, it can be regarded as an fuzzy multiple criteria decision making (FMCDM) problem. Since expatriate candidates cannot clearly estimate the relative importance of each considered criterion in terms of numerical values, fuzziness is applicable. Consequently, this paper uses triangular fuzzy numbers by fuzzy AHP to establish weights for expatriate candidates, thus determining the relative importance for criteria of expatriate assignments. From the insights of this study, this article addresses this expatriate problem and offers guidelines for managers concerned with a successful expatriate assignment program.
Introduction
Firms expand internationally for a variety of reasons such as accessing to markets, more abundant and cheaper resources, readily available labor supply, lower transportation costs, financial incentives, etc. However, foreign assignments have many differences, and dissatisfaction with the host country is a known cause of expatriate failure. Multinational companies need to understand how the expatriate candidates perceive the host country alternatives. It is not uncommon to find failure of expatriate assignments, such as premature termination, and expatriates who are unprepared or ill-adjusted can make serious mistakes that cause damage to the overseas operations.
1 While some progress has been made in selecting and training
expatriates, many problems such as inadequate selection procedures, lack of training, premature departure from foreign assignments, ineffectiveness of expatriates, and family problems still remain with us and impair job performance and corporate strategy. Cases of failure can cause employees to refuse international assignments, and this can affect human resource planning and the adoption of global strategies, as well as adding to the loss of international control and coordination. This paper addresses the concerns of two groups -expatriate candidates and human resources management.
From the view of business, selecting the wrong person for any job can lead to failure, which is a cost for the company money. However, the stakes are even higher for expatriate assignments. As organizations globalize their operations, there is a heightened need to identify and select qualified expatriates for overseas assignments. The increased complexity of these foreign assignments has necessitated an improvement of the traditional selection procedures and processes. However, expatriate programs are still frequently unsuccessful, with significant numbers of expatriates returning prematurely from their assignments. Because of perceived problems with expatriate programs, many employees are reluctant to take expatriate assignments when offered. In addition, the results in significant direct costs, e.g. replacement costs, as well as indirect costs, e.g. reduced productivity, lost sales and unstable corporate image.
2
From the view of expatriate candidate's points, personal career planning and deciding to take an expatriate assignment are essentially conflict analysis characterized by personal factors, job and relocation attitudes, spouse characteristics and attitudes toward relocation and organization relocation support activities judgments. In this process, numerous factors must be considered and evaluated in terms of many different criteria resulting in a vast body of data that are often inaccurate or uncertain.
In real world systems, decision-making problems are very often uncertain or vague in many ways; and due to the lack of information, the future state of the system may not be known completely. Probability theory and statistics have long appropriately handled this type of uncertainty. However, in many areas of daily life, human judgment, evaluation, and decisions often employ natural language to express thinking and subjective perception. The meaning of words in these natural languages is often vague. And, although the meaning of a word might be well defined, when using the word as a label for a set, the boundaries of the sets become fuzzy or vague.
Furthermore, human judgment of events may be significantly different based on individuals' subjective perception or personality, even using the same words. Thus, fuzzy numbers are introduced to appropriately express linguistic variables, and we provide a clearer description of linguistic expression with fuzzy scale in Sec. 3.1.
To summarize, this paper differs from previous studies by focusing on the expatriate selection process, and the authors focus on how expatriate candidates make a decision based on their subjective judgments when they are in a fuzzy multiple criteria decision making (FMCDM) environment. From these perceived judgments, this article addresses the problem of expatriate assignment and offers guidelines for managers concerned with expatriate assignment and success. In addition, successful expatriates achieve both personal growth and corporate objectives. Through this article, we demonstrate that the fuzzy analytic hierarchy process (fuzzy AHP) is a good means of evaluation and appears to be appropriate to handle the problem of expatriate assignment.
The remainder of this paper is described as follows: the evaluation criteria of expatriate assignments are discussed in Sec. 2, and the fuzzy AHP for MCDM problem is derived in Sec. 3. Then in Sec. 4, an illustrative real-example applying the MCDM methods from Sec. 3 for potential expatriate candidates in a multinational corporation (MNC) is presented, after which we discuss and show how the MCDM methods in this paper are effective. Finally, conclusions are presented in Sec. 5.
Evaluation Criteria of Expatriate Assignments
Many companies have made efforts to improve the success rate of expatriate assignments, using a pilot program to identify the best candidates for international assignments. However, the evaluation process of the expatriate candidates should attribute varying levels of importance to the factors that contribute to success or failure on the job. Therefore, selection approaches should depend on the nature of the job, the personality characteristics of the expatriate candidate, and the culture of the host country. Several researchers 3,4 advocate such a contingency approach to selection, arguing that including key determinants in the selection process would result in more effective expatriate candidates. According to Borstorff et al., 5 factors associated with employee willingness to take expatriate assignments are distinguished by four aspects: (1) employee personal characteristics; (2) employee job and relocation attitudes; (3) spouse characteristics and attitudes toward relocation; and (4) organization relocation support activities. Jordan and Cartwright 6 identify three personality attributes (low neuroticism, moderate extroversion, and high openness to experience) and four core expatriate competencies (relational ability, cultural sensitivity, linguistic skill and ability to handle stress) as key selection determinants. Technical skills and knowledge have previously been treated as the most important criteria for selecting candidates in the functional management. However, there are other capabilities to be considered. For example, adaptability and flexibility in new environmental settings is also an important criterion for each of the dominant international job categories. Mendenhall and Oddou 7 recommend a multidimensional approach to the selection of expatriate managers that link behavioral tendencies to probable overseas performance. Technical skills, family situation, relational skills, and motivational state all play a crucial role in effective cross-cultural adjustment. However, 90% of all companies select their expatriates based on technical expertise, while ignoring the other areas. It is not certain that technically qualified candidates will be capable of adjusting well to critical cultural differences, such as those involving social status and group dependence. 8 In addition, the job characteristics of expatriate assignment are related to organizational commitment, job satisfaction and job involvement, which in turn affect employees' propensity to leave.
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Furthermore, the selection criteria of the human resource management also turn into the expatriate candidate's evaluation criteria. After reviewing related literature, we summarize six distinct aspects that influence the expatriate candidates in their decision of whether to take expatriate assignments: (1) employee personal factors; (2) employee competencies; (3) job characteristics; (4) family factors; (5) environmental factors and (6) organization relocation support activities.
(1) Employee Personal Factors: Employee personal factors are discussed in terms of three criteria in this paper: international experience, met expectations, and personality traits. An individual who has international experience should be more appropriate for expatriate assignments. And if someone is interested in a country and its culture then he/she will be a better candidate for assignment. However, personal desire is still not a guarantee of success. In addition, certain personality traits such as flexibility, willingness to learn, openness, sense of humor, adaptability, ability to handle ambiguity and interest in other people are also helpful characteristics for those working abroad.
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(2) Employee Competencies: Employee competencies here are also composed of three criteria: technical skills, language proficiency, and adjustment. Technical skill means that the expatriate candidates should have the knowledge and expertise skills to perform the required tasks. Language proficiency is also necessary, but it should not be the only guiding factor. In addition, adjustment to new environments is an important criterion for each of the dominant international job categories. impact on employee productivity, motivation, and satisfaction. These five core job characteristics are: (1) skill variety, which indicates the degree to which a job requires a variety of activities, so that an employee can use a number of different skills and talents; (2) task identity, which addresses the extent to which employees do an entire task or a discrete whole piece of work and can identify with the results of their efforts; (3) task significance, which refers to the degree to which a job has a substantial impact on the lives or work of other people; (4) autonomy, which is the extent to which employees have a say in scheduling their work and have the freedom to do what they want on the job, and (5) feedback, which assesses the degree to which employees receive information as they are working to let them know how well they are performing on the job. The first three dimensions combine to create meaningful work. Furthermore, a job with autonomy gives the employee a feeling of personal responsibility for the results; and if a job provides feedback, the employee will be able to improve his or her performance. indicates that cost of livings, living standards, educational and medical facilities, as well as the quality and availability of goods for sale were all as specific environmental elements. This paper specifies cost of living, standard of living, educational facilities and medical facilities as environmental elements. that employees' perceived level of support by their organization affects their beliefs involving the extent to which their organizations value their contributions and care about their benefits. This increases the employee's affective attachment to the organization and the expectation that greater effort toward meeting organizational goals will be rewarded. In this paper, organization relocation support activities include adequate training, compensation, family assistance, repatriation, and career planning.
Training should bring up the expatriates' knowledge, skills and competencies to match those required for each particular assignment. Furthermore, human resources managers should design more equitable compensation packages by considering an integrated model of national culture. Based on the national cultural characteristics of the host country, an MNC should provide accurate assessment of appropriate types of compensation packages to motivate expatriates. An equitable method of compensation must be used to ensure pay parity between similar levels of expatriates in the home and host countries. It has been reported that national culture has a significant impact on pay practices.
19 Support mechanisms are necessary for successful adjustment of the entire family in a transfer, so family assistance support is also an important evaluation criterion. Repatriation refers to the transition from the foreign country back into one's home country and home organization. Potential expatriates recognize that overseas assignments are accompanied by career risks, such as missed opportunities for advancement at home country, possible failure in the assignment, and uncertainty over their place within the company after the assignment; 20 thus, repatriation support is another important evaluation criterion.
In addition, companies also need to develop an integrated career development strategy for expatriate employees. Successful expatriate should achieve both personal growth and corporate objectives.
Fuzzy Analytic Hierarchy Process and Evaluation Methods
It is necessary to divide the kind of evaluation process into distinct stages in real MCDM problems. Firstly, we define that a successful expatriate goal is to achieve both personal growth and corporate objectives. This means that expatriate assignments should never focus only on meeting the organization's goals but they should also benefit the individual expatriates as well. Secondly, based on various points of expatriate candidates' views, the problems can be categorized into distinct aspects and criteria. Finally, since expatriate candidate is subjectively perceptive and cannot clearly estimate the relative importance of each considered criterion in terms of numerical values, fuzziness is applicable. Thus, we also introduce brief notions about fuzzy number and linguistic variables here. Consequently, this paper uses triangular fuzzy numbers (TFN) by fuzzy AHP to establish fuzzy weights for expatriate candidates, thus determining the relative importance for criteria of expatriate assignments; then the performance value of each criterion can be derived by evaluators. After the synthetic utility values are derived, then we rank the alternatives based on the best nonfuzzy performances (BNP). The procedures of the analytic hierarchy process and evaluation methods can be summarized as follows:
Step 1. Building a hierarchical system for expatriate assignments;
Step 2. Determining the fuzzy criteria weights;
Step 3. Evaluating performance and obtaining the synthetic utility value. According to the characteristics of triangular fuzzy numbers (TFN) and the extension principle put forward by Zadeh, 24 the operational laws of two triangular
(1) Addition of two fuzzy numbers
Moreover, according to Zadeh, 24 it is very difficult for conventional quantification to express reasonably those situations that are overtly complex or hard to define; thus the notion of a linguistic variable is necessary in such situations. A linguistic variable is a variable whose values are words or sentences in a natural or artificial language. We use this kind of expression to compare two evaluation criteria by linguistic variables in a fuzzy environment as "absolutely important", "very strongly important", "essentially important", "weakly important", and "equally important" with respect to a fuzzy five level scale (see Fig. 1 ). The use of linguistic variables is currently widespread and the linguistic effect values of alternatives found in this paper are primarily used to assess the linguistic ratings given by evaluators. Furthermore, linguistic variables are used as a way to measure the Intermediate values between two adjacent judgments performance value of alternatives for each criterion as "very low", "low", "fair", "high", and "very high". In this paper, we employ triangular fuzzy numbers to express the fuzzy scale, as in Table 1 .
Building a hierarchical system for expatriate assignments
First, we establish a hierarchical system of expatriate assignment for analysis and evaluation from a literature review, as shown in Fig. 2 . Phase 1 includes our overall goal. Secondly, we consider six aspects for achieving the overall goal in Phase 2, including: (1) employee personal factors; (2) employee competencies; (3) job characteristics; (4) family factors; (5) environmental factors and (6) organization relocation support activities. We consider three criteria for employee personal factors, three criteria for employee competencies, five criteria for job characteristics, five criteria for family factors, four criteria for environmental factors and five criteria for organization relocation support activities for the aspects that are evaluated and selected for different host country alternatives in Phase 3. All considered criteria are to be measured by different viewpoints evaluators. In addition, the definitions of relevant criteria are listed in Table 2 . 
Determining of fuzzy criteria weights
We cannot assume that each evaluation criterion is of equal importance because the evaluation criteria have diverse meanings. Many methods that can be employed to determine weights, 25 such as the eigenvector method, weighted least square method, entropy method and AHP, as well as linear programming techniques for multidimensions of analysis preference (LINMAP). The selection of method depends on the nature of the problems. We use the fuzzy geometric mean method to determine the criteria weights in this paper. Tang   Table 2 . Definitions of evaluation criteria for expatriate assignments.
Evaluation Criteria Description

Personal Factors
• Whether the work environment and the physical environment met with the expatriate candidate's expectations Personality Traits
• Flexibility, willingness to learn, openness, sense of humor, adaptability, ability to handle ambiguity and interest in others, all of which are helpful characteristics working abroad
Competencies
Technical Skills
• Skills need for the expatriate assignment task Fluency in Host Language
• Fluency in the language of the host country Adjustment
• Relational ability, cultural sensitivity and ability to handle stress in the host country
Job Characteristics Skill Variety
• Degree to which a job requires a variety of activities so that an employee can use a number of different skills and talents Task Identity
• The extent to which employees do an entire or whole piece of work and can identify with the results of their efforts Task Significance
• Degree to which a job has a substantial impact on the lives or work of other people Autonomy
• Extent to which employees have a say in scheduling their work and freedom to do what they want on the job Feedback
• Feedback assesses the degree to which employees receive information as they are working that reveals how well they are performing on the job. 
Family Factors
where A is an n × n matrix of pairwise comparisons (given/obtained from questionaires) and w is an n × 1 vector. If this equation has a nonzero solution for w , then λ max (which is a scalar) is said to be an eigenvalue (or characteristic value) of A, and w is said to be an eigenvector corresponding to λ max . I is the identity matrix, which is a diagonal matrix with the main diagonal terms equal to 1 and zero elsewhere. The procedure for AHP can be summarized in four steps, as follows:
Step 1. Set up the decision system by decomposing the problem into a hierarchy of interrelated elements; Step 2. Generate input data consisting of pairwise comparative judgment of decision elements for criteria weights by decision-makers; Step 3. Synthesize the judgment and estimate the relative weights from decisionmakers; Step 4. Determine the aggregating weights of the decision elements to arrive at a set of ratings for the alternatives. 
Evaluating performance and obtaining the synthetic utility value
Bellman and Zadeh 22 were the first to investigate the decision-making problem in a fuzzy environment, initiating the FMCDM. We use this method to evaluate the host country alternatives and rank them accordingly. The method and procedures of fuzzy MCDM theory are as follows:
(a) Measuring performance in each criterion: Using the measurement of linguistic variables to demonstrate the criteria performance (effect-values) by expressions such as "very low", "low", "fair", "high", and "very high", the evaluators are asked to make their subjective judgments. Each linguistic variable can be indicated by a triangular fuzzy number (TFN) within a range of 1-100. Also the evaluators can subjectively assign their personal weights to the linguistic variables. LetẼ k lj indicate the fuzzy performance value of evaluator k toward alternative l under criteria j, and let the performance of the criteria be indicated by the set S; then,
Since the perception of each evaluator varies according to the evaluator's experience and knowledge, and the definitions of the linguistic variables vary as well, this study uses the notion of average value so as to integrate the fuzzy judgment values of m evaluators, that is,
The sign ⊗ denotes fuzzy multiplication.Ẽ lj is the average fuzzy number of the judgment of the decision-maker, and it can be indicated by a triangular fuzzy number as follows:Ẽ lj = (LE lj , ME lj , UE lj ).
The preceding end-point values,
1/m , can be solved by the method introduced by Buckley.
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(b) Fuzzy integrated decision: The weights of the criteria of each host country as well as the fuzzy performance values (effect-values) have to be integrated by the operation of fuzzy numbers so as to be located at the fuzzy performance value (effect-value) of the integral evaluation. According to the weightw j derived by fuzzy AHP, the weight vector can be obtained, and the fuzzy performance matrixẼ of each of the alternatives can also be obtained from the fuzzy performance value of each alternative n criteria, that is,
where the sign • indicates the operation of the fuzzy numbers, including addition and multiplication. Since the operation of fuzzy multiplication is rather complex, it is usually denoted by the approximate fuzzy numberR l , of the fuzzy integrated decision of each alternative. The expression then becomes,
(c) Ranking the alternatives: The result of fuzzy integrated decisions reached by each alternative is a fuzzy number. Therefore, it is necessary that the nonfuzzy ranking method for fuzzy numbers be employed during the comparison of the alternatives. In previous works, the procedure of defuzzification has been to locate the best nonfuzzy performance (BNP) value. There are three types of method for such defuzzified fuzzy ranking, generally including mean of maximal, center of area (COA), and α-cut. [28] [29] [30] [31] Utilizing the COA method to determine the BNP is a simple and practical method, and there is no need to introduce the preferences of any evaluators. For these reasons, the COA method is used in this paper to rank the order of importance of each criterion. The BNP value of the triangular fuzzy number (LR l , MR l , UR l ) can be found by the following equation:
According to the value of the derived BNP, the ranking evaluation of each alternative can be obtained.
Empirical Illustration
Below, we provide an illustrative example of evaluating expatriates assignments in a Taiwan MNC to demonstrate that the fuzzy MCDM provides a good evaluation and appears to be more appropriate in the fuzzy environment of human subjective judgment. There are three subsections: (1) problem descriptions, (2) fuzzy MCDM for applications, and (3) discussions.
Problem descriptions
The international business environment is becoming an increasingly important dimension in the operation of many multinational corporations. The adoption of global strategies consequently leads international human resource planning to encounter the problem of staffing and maintaining foreign operations with competent employees. Because failures such as inadequate selection procedures or expatriates who are ill-adjusted or ineffective can result in significant damage to international operations, finding the best persons for assignments and motivating them in their profession are very important. This paper explores the expatriate assignment issue starting from the employee willingness when they encounter an FMCDM problem.
Fuzzy MCDM for applications
Based on the fuzzy MCDM hierarchical framework for expatriate assignment evaluation criteria that we have built in Sec. 3.2, we measure the 25 criteria in the hierarchical model as data input, and then use fuzzy MCDM to evaluate each alternative and make a selection. We give an empirical study from a Taiwan MNC as an example to show the practicability and usefulness of the proposed method through 24 expatriate candidates. Among these 24 candidates, 17 are male and 7 are female; 9 are married and 15 are single. No matter whether they have real expatriate assignment experiences or not, what we want to do is to derive their subjective perceptions toward different host country alternatives. The selection of the host countries as an alternatives set was based on the MNC's international operation scope, including China, Japan, Southeast Asia, US, Mexico, England, Europe, Canada, Singapore and Korea. The processes of evaluating the priority of the host country can be expressed as follows:
(1) Evaluating the criteria weights: The criteria weights (importance) attributed to each criterion are shown in Table 3 . This Table indicates that the importance rank of expatriate assignments decision-making main-dimension is personal factors (0.241), job characteristics (0.201), competencies (0.197), environmental factors (0.145), family factors (0.141), and organizational relocation support activities (0.117). Of the personal factors, international experience is the most important, with a weight of 0.406. In addition, among the 25 criteria, international experience is also ranked at the most important criterion and met expectations is ranked in second place. The ranking order of the first six criteria is international experience, met expectations, technical skills, fluency in the host language, personal traits, and adjustment. All these factors are related to the personal factors and their own competencies. (2) Estimating the performance matrix: The evaluators can define their own individual range for the linguistic variables employed in this study according to their subjective judgments on a scale of 1-100. This study employs the fuzzy The figures denote the defuzzified weights by using BNP, parentheses ( ) denote the fuzzy numbers, and brackets [ ] denote the order of importance (weight) of each criterion.
geometric mean method to determine the criteria weights to integrate the fuzzy judgment values of different evaluators regarding the same evaluation criteria. (3) Ranking the performance value of the host country: From the criteria weights obtained by fuzzy AHP (shown in Table 3 ) and the fuzzy performance values of each criterion, the final fuzzy integrated decision can then be determined. After the fuzzy integrated decision is determined, the nonfuzzy ranking method is employed, and finally the fuzzy numbers will be changed into nonfuzzy values. We use COA to find the BNP value, which is used to rank the host countries (see Table 4 ). The ranking order obtained is China, US, Japan, Singapore, England, Europe, Canada, Korea, Southeast Asia and Mexico subsequently. (1) 4.032 (3) 3.304 (5) 4.262 (2) 2.980 (9) 3.169 (8) 3.189 (7) 2.938 (10) 3.519 (4) 3.227 (6) Met Expectations 5.768 (4) 6.215 (1) 3.532 (10) 5.787 (3) 4.209 (8) 5.672 (5) 5.459 (6) 5.259 (7) 5.877 (2) 4.094 (9) Personality Traits 5.009 (2) 5.051 (1) 3.760 (8) 4.857 (3)
3.316 (10) 4.434 (5) 4.236 (7) 4.409 (6) 4.840 (4) 3.594 (9) Technical Skills 5.542 (1) 5.340 (3) 4.063 (10) 4.776 (4) 4.066 (9) 4.632 (5) 4.244 (8) 4.366 (7) 5.387 (2) 4.393 (6) Fluency in Host Language 6.136 (1) 3.451 (7) 3.347 (8) 4.802 (3)
2.903 (9) 4.504 (4) 3.464 (6) 4.418 (5) 5.325 (2) 2.276 ( 3.854 (10) 4.096 (5) 4.077 (7) 3.860 (9) 4.394 (4) 4.087 (6) Task Identity 3.425 (4) 3.687 (1) 2.811 (10) 3.668 (2) 3.124 (9) 3.387 (6) 3.439 (3) 3.183 (7) 3.416 (5) 3.155 (8) 1.696 (9) 1.872 (4) 1.853 (5) 1.746 (7) 1.821 (6) 1.728 (8) Marital Status 1.466 (1) 1.407 (2) 1.242 (8) 1.338 (4)
1.220 (9) 1.294 (7) 1.315 (5) 1.295 (6) 1.368 (3) 1.859 (9) 2.140 (3)
1.749 (10) 1.906 (7) 1.933 (6) 1.957 (5) 2.100 (4) 
Discussions
This study advances the use of FMCDM method to evaluate essential conflicts in decision-making for expatriate assignments after building a hierarchy system. Based on the results, we find that the expatriate candidates emphasized whether they have the related or similar international experience, whether the host country meets with their expectations, and whether they have the technical skills to complete the expatriate assignments. Of course, fluency in the host language, personal traits, and their adjustment in the host country are also important consideration factors. This means that most of the factors influencing the evaluators on whether or not to take expatriate assignments belong to the first two aspects. Among the job characteristics, evaluators think skill variety and task identity are more important than the others. Surprisingly, the problem of children is the least important criterion of the family factors, while spouse employment status is the most important criterion. Each of the criteria plays almost equal importance in the environmental factor, and cost of living is ranked at the first place. When they evaluate whether to take the expatriate assignments or not evaluators think that the organizational relocation support activities do not play an important role, especially for the adequate trainings and compensation support. But among these criteria, they still emphasized the importance of repatriation support.
Several factors, which are essentially conflicted need to be considered and evaluated in terms of many different criteria, resulting in a vast body of data that are often inaccurate or uncertain, so it is more reasonable to deal with this problem by FMCDM. In the current study, the authors used FAHP and FMCDM to operate and evaluate this kind decision-making. Fuzzy AHP was used to determine the weights for the expatriate assignments evaluation criteria. The relative importance of the criteria was measured through pairwise comparison among them. The results show that personal factors are the most important aspect in the evaluation of expatriate assignments decision-making, and that international experience plays the most important role in this aspect. In addition, personal factors and competencies such as international experience, met expectations, technical skills, fluency in the host language, personality traits, and adjustment ability are the key determinants. Consequently, the ranking order of the synthetic utility values of the host countries obtained in this case is China, US, Japan, Singapore, England, Europe, Canada, Korea, Southeast Asia, and Mexico subsequently.
From the results of a practical application in evaluating the expatriate assignment decision-making, the proposed method makes an effective evaluation and appears to be the most appropriate in a fuzzy environment. Other MNCs could apply this method to derive their expatriate candidates' preference for the host country alternatives to reduce the expatriate failures. Of course, the host country alternatives are determined by their business operation scope.
Conclusions
This study develops a scientific framework for the evaluation of expatriate assignments. Previous studies have focused on the expatriate selection process from the viewpoint of human resources managers, without concern for how the expatriate candidates evaluate the expatriate assignments. Since successful expatriate should achieve both personal growth and corporate objectives, this study focuses on how the expatriate candidates evaluate the expatriate assignments in an FMCDM environment. This can provide enhanced insights to help human resources managers avoid the high cost of failures due to choosing the wrong expatriate candidates. This is a first attempt to formally model the expatriate assignment decisionmaking hierarchical model by using fuzzy MCDM. We believe that the insights gained herein are a significant theoretical contribution to the literature, laying the groundwork for future research.
